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RESIGNEES

APRTI, THROUGH JUNE 1984

1. Personal Affairs Branch advises that there were 156 "pure"
staff resignees in camparison with 157 during the period January
through March 1984. Of the 156, eighteen (18) were processed by
the Special Activities Staff and are de facto resignations in lieu
of separation. Three (3) of the 156 were low performers who were
advised by their Career Service that their future lay outside the
Agency. Therefore, there are 135 individuals who are of concern to
those mvolved with the Exit Interview Program.

2. During a part of the quarter the Directorate of Intelligence
Personmnel Staff interviewed eighteen (18) I careerists. Including
this graup the Exit Interview Program has closely monitored 95 cases
or 70% of the 135 resignees noted above. Breakdown by major Career
Service as follows:

cp IC Staff 2
I DDI Service 27
M DDA Service 30
R DDS&T Service 17
D DDO Service 14.
E Executive Service 5

Reason for leaving - of the 95 individuals surveyed:

p

39 or 41% left for advancement/financial
27 or 28% left for family related reasons
14 or 15% left because of unhappiness

11 or 11% left for career change

4 or 4% left to further education

1 or 1% left for own business

b. Above contrasted with January through March period when:

49% left for advancement/financial
21% left for family reasons

14% left because of unhappiness
12% left for career change

4% left for own business

5. Additional data for April - June quarter:

55% were females
53% are GS-08 and below
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-

P Resignees (cont)

14 individuals or 15% of the total of 95 are secretaries -
4 were unhappy, 7 left for advancement/financial reasons and 3
left for family related reasons.
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JUL - LER

OBJECTIVE AND ACTION PLAN
(S O NS AN GhE L KESPONS LB 6 OFEICER . FY RESOURCEL TLTIMATE STATUS
FY 1984"_» l . R /J‘inq LI I_‘ Y VIK YRt DO LAKS PERIOD 1 2
"'Blild HRPS Capability: _— oclzoke
Within the past year HRPS has been faced with the requirement to AR —
replace the total staff complement. This situation creates a require- Lo -

¢ EXCEELING L Al

= MEETING L AN

< BEMIND L AN
ACTION PLAN (Milestones) ) T C(»MP].[TION MONTH:  SCHEDU LD O ﬁf;l\—)»l X B
‘-.‘___ e ocT NOV | LEC F aan FLO | MAR § APk MAY JUN JuL AUG SeP
°STAFFING:
-~ EOD Specialist ¢}
- Rotate-in Generalist 0
- Identify and clear Consultant for hire. 0
°TRAINING: .
- SAS train staff (o4
- HP train staff 0
- DYNAMO in-house project -, ° (0’4
°I,IATSON: :
- Contact and schedule meetings with major
defense HR planning elements. 0
- Join a reputable HR planning organization.. ox
Approved For Release 2005/08/03: CIAF-RDP86-00(024RQ 00100010010-8
DR}




Approved For Release 2005/08/03 : CIA-RDP86-00024R000100010010-8
OBJECTIVE AND ACTION PLAN
GLILCIIVE no, ,

OFF ICE RESPONS IBLE OFFICER FY RESOURCEL CSTIMATE STATUS
FY 1984 - 2 OP/H FY
R e
OrdicT vy

VIKYR DI)LLAEN— PERIOD + = < STAT
OCT - DEC

EEO Modeling: R D — @n—;ﬁ

Perform statistical analysis of the OP data base to respond to APR - JuN i
claims of disparate treatment of Agency employees. Although previous JOL - sem B
HRPS efforts in regression analysis were very well received, the loss T T I exceconie mo ]
of all personnel involved in the previous effort requires a concerted -
effort to rebuild and expand this capability. This will require a number of milestones involving | MEETINGFLAN

-both_the previous and_prgieszted_eﬁfo;ts_,_.incmding : _

< BEHIND PL AN

—_——
i H .
ACTION PLAN (Milestones) e __COMPLETION MONTH

SCHEDULED 0; ACTUAL X
ocT NOV]: DEC JAN FEB MAR APR MAY r'JUN Jut AUG SEP

0]

°Sequential documentation of previous EEO modeling cases.

°Development of a procedural guide for extant EEO
modeling techniques.

°Development of an FY 1976 EEO data base for all Agency
Directorates. .
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OBJECTIVE AND ACTION PLAN

OBJECTIVE NO. OFFICE

RESPONSIBLE OFFICER

FY 1984 - 3 OP/HRPS

i

useful product:

OBJECTIVE Human Resource Trend Report: Develop a management-oriented '. . .
human resource trend report. The previous effort in this area is
useful but massive and confusing to many senior managers who could best
use the data. HRPS intends to begin with the existing information
report (HRMIS) and modify it with iterative feedback to make it a more

FY

FY RESOURCE ESTIMATE

WKYR

DOLLARS

PERIOD

+ = <

STATUS

OCT .« DEC

JAN - MAR

APR - JUN

JuL - SEP

4+ EXCEEDING PL AN
= MEETING PLAN

< BEHIND PL AN

ACTION PLAN (Milestones)

COMPLET ION MONTH:

SCHEDULED 0,

ACTUAL X

NOV

DEC

JAN

FEB

MAR

APR

MAY

JUN

JuL

AUG

SEP

Modify existing computer programs to produce graphs
with added clarity.

°Create computer programs for overall categories.
°Produce report quarterly.

°Cbtain and incorporate user feedback re specific areas
of concern and on report format.

°Expand distribution to include relevant OP components.

0X
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OBJECTIVE AND ACTION PLAN

[EXER A : : UFICL { KUSPONS UL OV TELR FY KESOURGEL Gl eaT i STATUS

TAT FY 1984 - 4 OP/HRPS I d FY | ke LOLLAKS PERIOD o= O
,,,,, i "Annual Human Resource Projection Packoges p——.

At various times, HRPS has developed projections of various types R [T5 B R

of manpower flows. As more of this ad hoc work is done, it becames in- PO e

creasingly apparent that many of these manpower flows are inter-related TR S R

and inter-dependent. HRPS, therefore, is planning the development of I
an annual set of manpower-flow projections for the use of directorate and OP components use in

short-range planning. The initial set would indicate annually projected directorate, sub- B
- category. pramotions,._retirement, other separations,._subcategory changes, EOD requirements, and age |~ ®2&mmet-r

= MEETING &L AN

changes. ACTION PLAN (Milestones) ___COMPLETION MUNTH: — SCHEOVLED 03 ACTUAL X _
'} : B, — N DTN NI ST BTN BTN XN ST DIV ETICN BT Bt

°Develop historical data. G

°Modify historical levels with current trends. (o l

°Develop software to manipulate data. 0

°Design report format. : o}

°Produce initial report. : o)
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OBJECTIVE AND ACTION PLAN

OBJECTIVE NoO. OFF ICE RESPONSIBLE OFFICER | FY RESOURCE ESTIMATE STATUS
FYy 1984 - 5 OP/HRPS & OP/ICAD FY WKYR DOLLARS o[ PEROD o S
OBJECTIVE ' - oCT.DEC
- Improve the quality of life for employee - T
) ‘ APR - JUN

E. Improve retention rate for employees.

JUL - SEP

4 EXCEEDING PL AN

= MEETING PLAN

< BEMIND PLAN

COMPLETION MONTH: SCHEDULED 0; ACTUAL X

Milestones
ACTION PLAN ( J oot | nov vec § JAN T MAR APR | MAY JUN JuL AUG SEP

°Develop data on attrition rates: 0xX
°By organization, to camponent level 0X
°By SD, to panel level 0X
°By subcategory (by ORG and by SD) - 0X
°Resolve data discrepancies 0xX

°Develop data on the causes of attrition: 0
°By organization ) 0X
°By SD ) 0X
°By subcategory 0x
°By occupation
°By service
°By age
°By exit interviews o
°By contact with component & Career Service
representatives

oo

°Prepare a strategic plan to reduce attrition: : ' 0
°Size major attrition targets ‘ : 0 '
°Develop attrition reduction alternatives 0 }
°Assess value of exit interviews 0
°Employee counselling = o 0 ' 0
°Assess value of vacancy Hotices in relation to , 0
true separations - . :
°Determine desirability of reactivating the enmployee 0
available for reassignment program for employees : ‘

. contemplating resignation :
°Compare Agency and private sector benefits ' 0
omg%at xé%p 9 fanagement for improving the

o

e oyees
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OBJECTIVE NO. OFF ICE

RESPONSIBLE OFFICER

FY 1984 - 5 OP/HRPS

ossECTIVE Improve the quality of life for employees.

E. Improve retention rate for employees.

FY

FY RESOURCE ESTIMATE

WKYR DOLLARS

PERIOD
+ =

STATUS

<$TAT

- DEC

- MAR

- JUN

- SEP

a

<

EXCEEDING PL AN
MEETING PL AN

BEHIND PL AN

ACTION PLAN (Milestones)

COMPLET ION MONTH:

SCHEDULED O

ACTUAL

X

oCcT

DEC

JAN

FEB MAR APR

MAY

JUN

JuL

AUG

°Develop data on attrition rates:
°By organization, to component level
°By SD, to panel level .
°By subcategory (by ORG and by SD)
°Resolve data discrepancies

opevelop data on the causes of attrition:
°By organization
°By SD
°By subcategory
°By occupation
°By service
°By age

°prepare a strategic plan to reduce attrition:
°Size major attrition targets
°Develop attrition reduction alternatives
°Prepare recamendations
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